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SUMMARY AND RECOMMENDATIONS

Research efforts at the Orlando Recruit Training Command
(RTC) and at the San Diego Recruit Training Command have investi-
gated the possible use of the interpersonal skills for company
commanders (CCs) at Naval Recruit Training Commands. The
approaches used were complementary, the San Diego work assessed
the relationship between attitudes and specific performance
measures and wrote materials to inculcate directly those
attitudes found to be most important. The materials produced by
the research at the Orlando RTC identified a set of behaviors
and behavioral attributes and integrated these behaviors and
attributes into specific RTC situations. The work reported here
is largely an evaluation of these materials, extending the
preliminary evaluations already performed.

The Computer-based Instruction (CBI) materials described
above were administered to both experienced CCs and those with no
prior experience as CCs at both the San Diego and Orlando RTCs.
The measures generated within the materials themselves were
augmented by a variety of others derived from both past and
subsequent performance. Extensive questionnaires administered
to the recruits of CCs in our experiment were found to be of
particular value. The experimental design employed at Orlando
was essentially completed; due to difficulties with both subject
availability and equipment problems, the design at San Diego was
only partially completed. For the Orlando results there is
evidence for improvement in company performance as a result of
the training if level of motivation of the CC is taken into
account. The training appears to have improved company perfor-
mance at San Diego independent of CC motivation level. Most
striking are the differences between recruits of CCs who have
been exposed to the Orlando-based PLATO materials and recruits
of control CCs. Nearly all measures of CC performance and
recruit morale as measured by the recruit questionnaires strongly
supported this conclusion. Less conclusive results were derived
for the San Diego materials. Results for San Diego CCs are much
weaker because of partial data but also indicate that the Orlando
materials have a favorable effect on CC performance.

The remainder of our effort was spent in generating case-
study based CBI materials on the PLATO IV System to demonstrate
the utility of case study techniques. Such materials were
implemented on PLATO IV and evaluated by RTC personnel but there
was neither sufficient time nor subjects to include them in a
formal experimental design to evaluate them formally.
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The following are the major recommendations based on the
results of this effort.

a. The computer-based programs should be implemented at
an RTC for training and evaluating CCs and for more extensive
tests, demonstrations, and development.

b. Other applications of the computer system at RTCs
should be investigated.

Cc. An empirical system for systematically defining and
validating all RTC programs needs to be developed and used on a
continuing basis to help assure the RTC operation is maximally
efficient and effective. This system should relate success
criteria (obtained from RTC as well as post-RTC duty assignments
of recruits) with aspects of the RTC operation. Recruit Training
Command operations should be maintained, modified, or deleted in
accordance with their contribution to the success criteria.

Until such a system is instituted, the improvement of RTC will be
haphazard and justification of its programs will be based on 11ttle more ‘tnan
guesses and intuition and subject to much skepticism.

d. The contribution of the present programs in their
current form and of the computer capabilities in other applica-
tions should be assessed in relation to these success criteria.
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PREFACE

Computer-based training programs for recruit company
commanders (CCs) have been developed over the past four years by _
the Naval Training Equipment Center (NAVTRAEQUIPCEN) in conjunc- ]
tion with the Navy Personnel Research and Development Center.
This report documents the past year's efforts to improve the
programs and the fourth in a series of in-the-field evaluations
of these programs.

This fourth evaluation confirmed the finding of the previous
three that the training improved the on-the-job performance of
CCs. Another important finding of the present experiment, which
also was supported by the earlier investigations, is that certain
characteristics of recruits were improved as an indirect result
of the training provided to CCs. These improvements in recruits
were indicated by measures of their morale, attitudes, and
perceptions and, more concretely, by their competitive scores and
attrition rates. Many additional findings supporting the value
of the training are presented in this and the other reports from i
this project. _3

Current (Fiscal Year 1977) efforts involve updating, extend-
ing, and expanding the training programs to meet current Recruit
Training Command (RTC) requirements. Additionally, the means for
implementing the training materials are being changed from those
of the PLATO IV system to a stand-alone minicomputer graphics
system. This version of the training is to be tested at RTC,
Orlando in summer of 1977.

Further efforts to develop and evaluate programs for
enhancing interpersonal communication and relationships are
recommended for CCs as well as for other critical positions in
the military. The benefits of the present programs, although
appreciable, still are considered to be only exemplary applications
of a computer-based training capability at RTCs. Investigations
are needed to determine the extent to which a computer-based
capability can contribute, over the long run and in diverse
applications, to the training efficiency of the organization.

Many people at the RTCs, Orlando and San Diego, were a great
help in this current effort. Most notable for their close
association, interest, and contributions were FTCC Senior Chief
Merkely and LCDRs Wolven and Hearn at San Diego, and CWO-4 Kirst,
LCDR Sullivan, and LT Bassett at Orlando. Also of inestimable
value was the eager cooperation of the CCs who participated in
this research.
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Many BBN people contributed substantially to the work
described in this report. Joe Berkovitz designed and implemented
the statistical analysis package on PLATO used in our evaluation.
Adam Pepper and Gina Fiering performed most of the data entry.
Don Brown contributed most of the experimental design. Wallace
Feurzeig created most of the design for the case-study scenario
on the PLATO system. Charlene Long and Glenn Jones contributed
substantially to the assessment and suggested modifications to
existing Orlando and San Diego CAI materials. John Thelen
administered that part of the experiment performed at the
San Diego RTC.

The typing and editorial aspects of report preparation were
performed by Pearl Stockwell.

At NAVTRAEQUIPCEN, Marty Smith is credited with many aspects

of computer programming and George Romot provided liaison between
NAVTRAEQUIPCEN and RTC, Orlando, as well as aiding in general

project functions.
Nt A Bllcerss

ARTHUR S. BLAIWES
Scientific Officer
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SECTION I

INTRODUCTION

The Navy has a long tradition of emphasizing leadership and
management training for its personnel. This training emphasis is
based in part on the belief that influences among people are some
of the most critical concerns facing the Navy. The recognition
that human relations skills are critical to mission success is
widespread and is perpetuated by statements such as those by
Secretary of Defense Donald Rumsfeld made in his presentation to
the 1976 graduating class of the U. S. Naval Academy as follows:
"The most demanding and rewarding challenge will be in directing
others. That task, so vital to success in carrying out the
missions of our armed forces, is not an easy one. It becomes
your responsibility - as officers - to inspire and to ccnvey the
importance of individual contributions to the overall mission.
This can only be done by knowing how to listen carefully and
observe keenly - to understand others. It calls for an apprecia-
tion of the requirements of your own work, and moreover, the
needs of those you lead."

In response to the generally acknowledged priority of the
interpersonal skills area, a project was initiated early in 1973
to determine the feasibility and desirability of applying some
of the more advanced technology of computer-based instruction
(CBI) to improving such skills. CBI technology typically has
been reserved for training of more technical skills (e.g.,
piloting), whereas similar benefits should be expected for more
affective domains. The PLATO IV computer-based training system
served as a basis for this application. In the process of
demonstrating the value of CBI for human-~relations training, a
primary project goal of evaluating the peculiar characteristics
of the PLATO IV system for such instruction could be accomplished.
Different approaches to this instruction have been developed and
evaluated by the Universities of Illinois and Michigan and the

lMeller, David V., Using PLATO IV, CERL, University of Illinois,
Urbana, October 1975.
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Naval Tfagning Equipment Center in cooperative and coordinated
efforts<, 7+ %2, This report documents an effort to improve and
to integrate the products of these previous projects and to
perform an evaluation of various training approaches in a single
experimental study.

A second and complementary goal of the research reported
here was the demonstration of the deeper and more natural
learning environment made possible by a case study scenario
presentation. Later sections of this report describe in some
detail the initial implementation of such a case study scenarioc
on the PLATO IV system.

2Spencer, G. J. and Hausser, D. L.; Blaiwes, A. S. and Weller,
D. R. Use of Computer-Assisted Instruction for Interpersonal
Skill Training - A Pilot Study, 1975. Technical Report:
NAVTRAEQUIPCEN 73-C-0133-1.

Cohen, J. L. and Fishbein, M. Development and Research
Utilizing the PLATO IV System for Company Commander Behavioral
Change Training. Naval Training Equipment Center, August 1975.
Technical Report: NAVTRAEQUIPCEN 73-C-0129-1.

4Hausser, D. L., Blaiwes, A. S., Weller, D. R., and Spencer,

G. J. Application of Computer-Assisted Instruction to
Interpersonal Skill Training, January 1976. Technical Report:
NAVTRAEQUIPCEN 74-C-0100-1.

5Cohen, J. L. and Fishbein, M. A Field Test of the PLATO IV
System for Company Commander Behavioral Change Training,
July 1976. Technical Report: NAVTRAEQUIPCEN 74-C-0095-1.

3
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SECTION II
EXPERIMENTAL METHODOLOGY

PLATO-BASED TRAINING MATERIALS

This phase of the work had two main objectives - review and
modification of PLATO human relations training materials, and an
experimental evaluation of these materials.

The first task consisted of a review of existing human
relations training materials implemented on the PLATO system.
These materials are described in previously referenced reports
(see footnotes 2-5). Rssults of this review were reported at
length in two reportsG' which contain a critique of the materials
and a detailed frame by frame list of suggested modifications. A
summary of this review is provided in Appendix E. Recommendations
resulting from this review were studied and those changes in the
training materials which were considered most worthwhile and
feasible were then implemented.

The resulting PLATO training materials fall into two
categories. The "Orlando" materials are modified versions of
those developed at the Orlando Recruit Training Command. These
materials teach the CC the application of seven behavior
attributes to be used in interactions with recruits: concrete,
timely, clarifying, reasonable, relevant, considerate, and human.
The student is taught how to use these skills in each of three
behavior types: goal setting, instruction, and feedback. The
presentation of this instruction uses many modes of CAI on a
frame oriented basis. A pretest and posttest on these materials
is also included. These materials occupy four training sessions
of about two hours each.

The "San Diego" materials are modified versions of those
developed at the San Diego recruit training command. These
materials consist of two parts. One part is designed to give
the CC an appreciation of the procedure by which he is evaluated.
The other part attempts to convince the CC to perform or not
perform a number of behaviors in accordance with the policies

6Lukas, G. Review of Human Relations Training Materials, July
1975. NAVTRAEQUIPCEN Unpublished Report.

7Lukas, G. Progress Report for Phase I, Evaluation of Human

Relations Training Program, June 1975. NAVTRAEQUIPCEN
Unpublished Report.

11
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of his superiors. The San Diego materials are presented in one
training session of about two hours. This latter part of the

San Diego materials also ascertains the CC's behavioral intentions
before and after presentation of his 'superiors' policies.

A third section of the PLATO programs collects background
data: age, years in Navy, and other measures discussed later.
Attitudes concerning the PLATO materials are also elicited.
Samples of the materials for collection of data are given in Appendices
B and C.

EXPERIMENTAL ENVIRONMENT

SUBJECTS. Subjects for this evaluation were recruit company
commanders (CCs) at the Recruit Training Commands (RTCs) in
Orlando and San Diego. Within each RTC, subjects included bcth
inexperienced CCs (recent CC school graduates who had never led

a company) and experienced CCs (CCs who had previously led at
least one company). The Orlando and San Diego CCs are considered
separately because of differences in CC training and supervision
and in recruit training practices between the two sites. Only
male CCs participated, since the training materials were written
for the male recruit training situation.

SOURCES AND METHODS OF DATA COLLECTION. The experiment used both
measures collected in the course of subject interaction with the
PLATO system and additional off-line data. A copy of each of
these latter instruments for off-line data collection is
contained in Appendix B.

Measures Collected From CCs. Background data was collectaed from
each CC both by the PLATO system as responses to a set of multiple
choice questions prior to training and also from RTC.

The following measures were collected from CCs in the
process of leading their first company following experimental
treatment.

Orlando Materials CC Questionnaire. This is a questionnaire to
be filled out by CCs designed to determine the extent of transfer
from the Orlando training materials to the actual job situation
as well as to provide an outline of the training materials as a
reminder to the CCs of the performance desired. The items ask:zd
the CC to rate himself on the performance of a list of behaviors
and behavioral attributes which were derived from the skills
taught (see Appendix B.l.l).

12
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San Diego Materials CC Questionnaire. This is a questionnaire to
be filled out by CCs which was designed to determine the extent
of transfer from the San Diego training materials to the actual
job situation as well as to provide an outline of the training
materials as a reminder of the performance desired. The CC was
asked to report whether he had performed each of the behaviors
addressed in the training (see Appendix B.1.2).

CC Attitude Form. This is a questionnaire to be filled out by
CCs which was designed to elicit their general attitudes toward
recruit training and the PLATO training (see Appendix B.2).

PLATO Measures. Measures collected by the computer while the
student was progressing through the PLATO materials are listed
below.

a. Pretest/Posttest. A multiple-choice pretest and posttest
was developed for the Orlando materials which yielded scores for
the seven skills and the three areas. These tests were adminis-
tered on PLATO (see Appendix C). The San Diego materials
included pre and post measures of the student's intentions to
perform the bshaviors, and his understanding of the evaluation
process, also implemented on PLATO.

b. Background Questions. Several questions concerning the
students' background were asked during his first session on
PLATO.

c. Training Measures. For each section of the Orlando
materials, a score was saved indicating the number of gquestions
which the student answered correctly on the first attempt.

Measures Collected From Companies. These measures were collected
from the first company led by each CC following experimental
treatment.

Recruit Questionnaire. This is a questionnaire filled out by
recruits which was designed to determine the extent of transfer
from both the Orlando and San Diego training programs to the
actual job situation. This questionnaire is a combination of
the Orlando and San Diego CC guestionnaires. This guestionnaire
was administered twice to each company, about the second week
and last week of training (see Appendix B.3).

Measures collected from Recruit Training Command records
are described below.

13
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Military Evaluation Department (MED) Scores. These scores are
the result of standard recruit inspections. They have & range
of 0 to 4.0 and cover the five areas of marching, barracks
cleanup, locker stowage, personal appearance, and academic
performance. MED inspections are administered in four consecutive weeks
of training. We use the average MED score in each area for each company and
the average of the averages for an overall figure of merit.

General Classification Test (GCT Score). This score is the
result of a general aptitude test given to all recruits. It has
a mean of 50.

Setbacks. This is the number of recruits who enter a company
from another company at a later stage of training. These recruits are usually
set back because of poor performance.

Dropouts. This is the number of recruits who leave a ccmpany
for any reason before graduation.

TYPES OF EXPERIMENTAL DATA. The measures collected for this
study fall into six basic classes: company commander background,
company demographics, company commander skill performance,
company commander on-the-job performance, company performance,
and CC attitudes.

The source of the data is noted after each measure.

Company Commander Background.

a. Age (PLATO)

b. Education (PLATO)

c. Years in Navy (PLATO)

d. Years Experience as a Supervisor (PLATO)

e. Number of Persons Supervised (PLATO)

f. Standing in CC Training Course - inexperienced CCs
only (RTC)

g. Time between PLATO training and receiving a company
(RTC)

h. MED Scores of Last Company Led - experienced CCs only

(RTC) ;. Rating (RTC)
Company Demographics.

a. Size (RTC)
b. Average GCT (RTC)

14
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Company Commander Skill Performance. Measures of performance in
the various areas were taken from the pretest, training, and
posttest data. Definitions of the measures are included.

a. Pretest Measures - Orlando Materials (PLATO) (see
Appendix C for test and scoring key)

(1) Pretest Total -- percent correct on all items

(2) Pretest GS -- percent correct on goal setting items

(3) Pretest I -- percent correct on instruction items

(4) Pretest FB -- percent correct on feedback items

(5) Pretest Concrete -- percent correct on concrete
items

(6) Pretest Timely -- percent correct on timely items

(7) Pretest Clarifying -- percent correct on clarifying
items

(8) Pretest Reasonable -- percent correct on reasonable
items

(9) Pretest Relevant -- percent correct on relevant
items

(10) Pretest Considerate -- percent correct on
considerate items

(11) Pretest Human -- percent correct on human items

(12) Pretest R&P -- percent correct on reward and
punishment items

b. Pretest Measures - San Diego Materials (PLATO)

(1) SD Intents -- number of behavior intentions
consistent with RTC policy minus number of inconsistent behaviors

c. Training Measures - Orlando Materials; "percent correct
initial" refers to proportion of items responded to correctly on
first trial (there are no training measures for the San Diego
materials). (PLATO)

(1) Training GS ~- percent correct initial responses
in goal setting materials

(2) Training I -~ percent correct initial responses in
instruction materials

(3) Training FB -- percent correct initial responses
in feedback materials

(4) Training Concrete -- percent correct initial
responses in concrete materials

(5) Training Timely -- percent correct initial
responses in timely materials

(6) Training Clarifying -- percent correct initial

responses in clarifying materials

15
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(7) Training Reasonable -- percent correct initial
responses in reasonable materials

(8) Training Relevant -- percent correct initial ?
responses in relevant materials |
(9) Training Considerate -- percent correct initial
responses in considerate materials
: (10) Training Human -- percent correct initial responses
in human materials
(11) Training R&P -- percent correct initial responses

in reward and punishment materials

d. Posttest Measures - Orlando Materials (PLATC) (see
Appendix C for test and scoring key)

(1) Posttest Total -- percent correct on all posttest

items

(2) Posttest GS -- percent correct on goal setting
items

(3) Posttest I -- percent correct on instruction items

(4) Posttest FB -- percent correct on feedback items

(5) Posttest Concrete -- percent correct on concrete
items

(6) Posttest Timely -- percent correct on timely items

(7) Posttest Reasonable -- percent correct on
reasonable items

(8) Posttest Relevant -- percent correct on relevant
items

(9) Posttest Considerate -- percent correct on

considerate items

(10) Posttest Human -- percent correct on human items
i (11) Posttest R&P -- percent correct on reward anad
I punishment items

e. Posttest Measures - San Diego Materials

i (1) SD Reintents -- number of behavior intentions
consistent with RTC policy minus number of behaviors inconsistent
with RTC policy

i On~the-Job Measures. On-the-job performance measures were
obtained from both the CC himself and from recruits. Each score
is derived by summing those items on the relevant questionnaire

I which pertain to that area. See Appendix B for questionnaire
and scoring keys.

a. Orlando Materials (these measures are obtained from both
the Orlando CC Questionnaire and the Recruit Questionnaire)

16
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(1) Goal Setting
(2) Instruction
(3) Feedback
(4) Concrete
(5) Timely
(6) Clarifying
(7) Reasonable
(8) Relevant
(9) Considerate
(10) Human
(11) Reward and Punishment

b. San Diego Materials. The chief measure taken on these
materials is the Behavior Score, which is the number of behaviors
consistent with RTC policy minus the number of inconsistent
behaviors. This measure is obtained from both the San Diego CC
Questionnaire and the Recruit Questionnaire. Each behavior is
also stored separately. A yes Or no response consistent with
RTC policy was scored 1, an answer opposite to RTC policy was
scored 0, and "don't know" scored as .5. These scores were
averaged across recruit questionnaires for each company.

Company Performance. The source of the data is listed after each
measure.

(1) MED Barracks (RTC)
(2) MED Locker (RTC)
(3) MED Personnel (RTC)
(4) MED Infantry (RTC)
(5) MED Academic (RTC)
(6) Dropouts (RTC)

(7) Setbacks (RTC)

Morale and Attitudes. The source of the data is indicated by
the item numbers of the various data collection instruments.

a. CC Attitude Form (items 1-13)

b. Recruit Questionnaire (items 4-14)

c. Recruit Questionnaire (items 4-11). This subset
corresponds to the morale questions (l1-8) on the CC guestionnaire.

d. Recruit Questionnaire (item 4). Overall feeling about
boot camp.

e. Orlando CC Questionnaire (items 1-8)

All data used in this experiment were normalized in order
to facilitate use of the computer. In virtually all cases, raw

data were transformed by division and sometimes addition to fall
within the range (g,1). MED scores, for example, which normally
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range from @ to 4 were all divided by 4. Yes/no questions were
graded as @# or 1. A complete tabulation of the scaling of data
is provided in Appendix D.

EXPERIMENTAL TRAINING CONDITIONS. There were five experimental
conditions defined to test the Orlando and San Diego materials

separately and in combination. The training and measures which
each group received are shown in Table 1.

TABLE 1. EXPERIMENTAL TREATMENT BY GROUP

Group
1 2 3 4 5
a. Company Commander Background X T oa e
b. Orlando Training Materials
(4 days, 2 hrs. each)
(1) Pretest Measures X X X
(2) Training & Training Measures X X
(3) Posttest Measures X X X
(4) PLATO Opinionnaire X X
c. San Diego Training Materials
(1 day, 2 hrs.)
(1) Pretest Measures X X X
(2) Training X X

(3) Posttest Measures X X X
d. On-the-job Measures

]
<
>

(1) Orlando CC Questionnaire

>
>
>

(2) San Diego CC Questionnaire

(3) Recruit Questionnaire
(2 administrations)

(4) CC Attitude Form
e. Company Demographics

X oX X X
X X X X
X oK X X
MoX X X

f. Company Performance Measures

1Background measures for this group were collected from the
RTC as CCs in this group did not use PLATO.
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PROCEDURE

Components of the background data were used to match students
in the various conditions. Variables of greatest importance are
listed first.

Experienced CCs: MED scores of last company, rank, number
of companies led.

Inexperienced CCs: rank, standing in CC training course,
shadowing time.

All available experienced CCs were contacted to participate
in the study during the interval between two companies. All
available inexperienced CCs were contacted after CC school and
prior to their first companies. Participants were administered
the appropriate training or control treatment for their group as i3
shown in Table 1. The various treatments were provided to CCs in
accordance with the ordering in Table 1. The various data
collection instruments were administered while the subjects were
leading their next company following PLATO training. The CC
Attitude Form and the CC Questionnaires were administered during
the seventh week of each company's training period. The Recruit
Questionnaire was administered to each available recruit in each
company at two times, once during the second week of training and
once during the ninth week. Following graduation of each company,
the Organizational Measures were collected from RTC records.

Orlando Subject Status. Nearly a hundred company commanders
participated in the experiment at Orlando. There was, however,
considerable attrition in this initial number for several reasons.
In some cases CCs were unable to complete experimental treatment
because of illness or reassignment. In the other cases CCs did

not pick up a company within the time allotted to collection of
data or picked up "special companies" consisting of selected
recruit populations which receive special treatment. Placement

of recruits in such companies is usually for disciplinary or
deficient performance. Since this difference in company demography
would strongly bias all data subsequent to start of company train-
ing, we could not include CCs of such companies. We had originally
planned to place eight CCs in each of the 10 experimental groups
listed in Table 1, but because of attrition these numbers fell
somewhat short. Data collection results for the Orlando phase of
our experiment are summarized in Table 2.

Near the end of our data collection phase, trials were made
at the Orlando RTC of a new non-competitive MED inspection system.
MED inspections were still held but inter-company comparisons
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were not made. Otherwise, procedures were unchanged. We
ascertained, using t-tests on the experimental data, as shown
later, that, as expected, MED results for these “"non-competitive
companies" were significantly different than for the usual
competitive phase, but company data was otherwise not signifi-
cantly different. This means that the MEDs for 11 companies
could not be used but that other data could be pooled with that
of the other subjects.

TABLE 2. SUMMARY OF DATA COLLECTION - ORLANDO RTC

Group Inexperienced CCs Experienced CCs

Complete Data at
Missing RQI
Missing RQII
Missing CC Surveys
In Noncomp. Phase*
Total

NjorHooo
B WO

Complete Data 2
Missing RQI
Missing RQII
Missing CC Surveys
In Noncomp. Phase*
Total

MO O W
dornvoowm

Complete Data 3
Missing RQI
Missing RQII
Missing CC Surveys
In Noncomp. Phase¥*
Total

W|W N O WL
OO |4 k4 b N

Complete Data 4
Missing RQI
Missing RQII
Missing CC Surveys
In Noncomp. Phase*
Total

o OO W
WO ON

o

Complete Data 5
Missing RQI
Missing RQII
Missing CC Surveys
In Noncomp. Phase*
Total

a1l oo

* Companies were in non-competitive trials at RTC and MED
scores were significantly changed. See text for discussion.
**Not administered.
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San Diego Subject Status. The new CC at San Diego is closely
supervised by CC school staff. Close monitoring of new CCs for
a three week period after they pick up a first company has
resulted in an attrition rate (CC relieved of his company) of
about 8 percent from the 20 percent rate which existed prior to
this practice. The San Diego RTC has 76 man recruit companies,
with an assistant CC. Neither the company size nor the presence
of assistant CC is felt by senior RTC personnel to affect
performance very much; the former contention is well borne out
by our Orlando findings.

At San Diego, the shadowing time assigned to a student CC is
14 days regardless of his course performance or class standing.
At Orlando, shadowing time was inversely proportional to the
Military Training Officer's (MTO) evaluation of a CC, and the
single most effective predictor of success for inexperienced CCs.
Also, at San Diego there is no MED score maintained in the skill
area "barracks." Thus, there are no data for shadow time and
MED barracks at San Diego.

We had considerable difficulty in obtaining inexperienced
CC subjects at San Diego because in the six month window in which
we could start subjects - 1 January ~-- 1 July 1976 - there was
only one CC class graduated at the San Diego RTC. Thus, the
total pool of potential inexperienced subjects was small. Of
the 17 in this class, we were able to use only nine, the others
picking up non-standard types of company, not picking up in time,
or having been transferred. Also, morale of many subjects was
low as the result of implementation problems in the present and
earlier training studies performed at San Diego. The problems
stemmed from the fact that program personnel were not constantly
available at San Diego to deal with areas of difficulty that
inevitably arise in implementing innovative training programs.
Thus, both selection and retention of experienced CCs was also
difficult. 1In all, 46 CCs completed experimental treatment and
went on to lead ordinary companies. Although data was collected
for each of these subjects, in many cases it was received too
late to be used in the experiment. Most of this delay was from
CCs picking up companies very late in the experiment. Also,
access to PLATO and line problems slowed down the entry of data
into PLATO, providing another source of delay. Table 3
summarizes the data that was actually entered into PLATO and
which could be used by our statistical package.




TABLE 3.

Complete Data

Missing RQI

Missing RQII
Total

Complete Data

Missing RQI

Missing RQII
Total

Complete Data

Missing RQI

Missing RQII
Total

Complete Data

Missing RQI

Missing RQII
Total

Complete Data

Missing RQI

Missing RQII
Total
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SUMMARY OF DATA COLLECTION, SAN DIEGO

Group

Inexperienced CCs Experienced CCs

X

WO WwHEOo
v S oW W

Wi N
Ulw W

o
I )

ol |
oy O O
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SECTION III

RESULTS

The data from this study provide information about the use-
fulness of the training programs for improving the ability of CCs
to lead and interact with recruits. A program is considered to
be of value to the extent that CCs who received the training
perform better than those who did not. Thus, a primary gquestion
concerns differences among students in the various training and
control conditions. Because any given training program is not
expected to be equally effective for all students and under all
circumstances, associated questions address the value of the
training as it might be influenced by factors such as the
experience and motivation of the student and specifics of the
job environment in which he operates.

Another kind of question deals with relationships among the
various measures obtained. These results provide auxiliary
information about the value of the training. The results are
presented as they apply to these questions.

RELATIONSHIPS AMONG MEASURES AT RTC ORLANDO. 2s a first analysis
task, we investigated the relationship between the experimental
measures, using Pearson product-moment correlations. The areas
in which correlations were made are synopsized in Table 4. Each
area is discussed in detail below. We used only Orlando data for

these analyses.

CC Background Measures vs. Pretest Measures. In these tests we
tried to establish a connection between both total and area by
area scores on the pretests and CC background data. The
attribute "reasonable" correlated at the p<.05 level with three
different measures of experience: years in Navy (r=.34 p<.05),
age (r=.31 p<.05), and number cf companies led (r=.48 p<.05).

The reward/punishment score correlated (r=.39 p<.(0l) with years
experience supervising non-recruits. The lack of any significant
correlation between pretest scores and either class standing

(for inexperienced CCs) or MED average of last company led
(experienced CCs) was very surprising and casts some doubt as to
the validity of the pretest relative to the usual RTC performance
measures.

CC Background vs. Pre-Posttest Difference. Here we looked at the
relation between improvement in score following administration

of Orlando materials. The very weak pattern of significant
correlations indicates that younger, less experienced CCs are
more affected by the instruction.
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TABLE 4. SUMMARY OF CORRELATIONS OF EXPERIMENTAL MEASURES

P aisa o L

CcC Skill Performance
back- Apre/ ' On-the- ‘
grd. pretest post posttest Job Co. Perf. ;
CC backgrd 130 120 130 340 80 |
(6) (7) (8) (34) (10) |
Co demographics 24 1
(3) (2)
Posttest 72 104
(17) (16)
Training 18 g
(2) 1
On-the-Job 115 320
(57) (57)
CC attitude 20 24 34 16
(2) (1) (3) (2)
Unparenthesized numbers are the total number of
correlations performed in the area indicated. Numbers in

parentheses give the number of significant (p<.05) correlations.
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CC Background vs. Company Performance. The CC background versus
company performance yields a set of correlations useful in
determining validity of group matching criteria (see section
above on Procedure). We find that for experienced CCs, MED of
the last company led is indeed the most important single
determinant of subsequent performance - the previous MED and

next MED averages correlated to the .0025 confidence level (r=.55).
The major contribution to this correlation came from academic
(r=.55 p<.0025) and infantry MEDs (r=.51 p<.0l). The number of
companies led and the CC's rating do not appear important factors
in company performance.

For inexperienced CCs, class standing in CC school is a
much less significant predictor of company performance than
shadowing time - the latter being dependent on an informal
assessment of potential performance by the MTO.

CC Background vs. Posttest. Few correlations here were
significant. Years in Navy correlated negatively with concrete
(r=-.30 p<.05) and feedback (r=-.32 p<.05). Years of experience
supervising non-recruits also correlated negatively with these
two areas (r=-.34 p<.05, r=-.37 p<.05).

Company Demographic vs. On-the-Job Measures. There was no
meaningful correlation between the two measures of company
demographics we collected and various subtotals of the recruit
questionnaires. A slight correlation was found between GCT
average and feelings about boot camp on both questionnaires
(r=.22 p<.05, r=.27 p<.05).

Company Demographic vs. Company Performance. In ascertaining
the effect of the CC on company training, one must take into
account demographic factors. We found no significant correla-
tions between company size and company performance but there
were two extremely significant correlations between performance
and GCT average. The GCT correlated negatively with the dropout
rate (r=-.49 p<.00l), a reasonable result, and also correlated

negatively with locker MED at the .0025 level (r=.41). This
latter result was rather surprising, and not understood at this
time.

CC Backgrouna vs. On-the-Job Measures.

First Recruit Questionnaire Administration. As might be
expected from a questionnaire administered only a few days after
beginning of recruit training, there were few significant
correlations between CC background and various measures of
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effectiveness. There were, however, four correlates with age;
satisfaction with boot camp correlating positively (r=.26 p<.05),
but three measures correlating negatively - "concrete" /r=-.25
p<.05), "timely" (r=-.25 p<.05), and "reward/punishment"
(r=-.40 p<.0025). Reward/punishment also correlated negatively
with two other measures of seniority, rating (r=-.36 p<.Cl) and
years in Navy (r=-.33 p<.05). Years supervising non-recruits
correlated negatively with "reasonable" (r=-.24 p<.05) and
"timely" (r=~.28 p<.05). Thus, seniority tends to have a
negative correspondence with Orlando materials behavior,
especially reward/punishment.

L Second Recruit Questionnaire Administration. The second
administration of the recruit questionnaire shows a sharp change
in perception of CC behavior relative to background measures.
We now find that years in Navy correlates positively with seven
measures: (RQII total r=.27 p<.05; feeling about boot camp
r=.28 p<.05; San Diego total r=.31 p<.05; considerate r=.26
p<.05; human r=.31 p<.05; relevant r=.28 p<.05; and £feedback
r=.27 p<.05). Age now correlates positively with three measures:
(considerate r=.27 p<.05; human r=.28 p<.05; and feedback
r=.28 p<.05). Years experience supervising non-recruits has
five positive correlates: (RQII total r=.26 p<.05; San Diego
materials total r=.28 p<.05; reasonable r=.24 p<.05; relevant
r=.30 p<.05; and goal setting r=.25 p<.05). Measures of
seniority now correlate positively with fifteen measures and
negatively with none.

Intended Behaviors vs. On-the~Job Measures. Here we compare the
intended behaviors of CCs both with respect to Orlancdo materials,
by behavior and attribute and with respect to the 24 belaviors
of the San Diego materials, with the behaviors of the CC as
perceived by his recruits on both recruit questionnaires.
Overall there is a weak correlation between CC posttest perfor-
mance and perceived behavior relative to Orlando material but
there is a strong correlation between CC posttest performance
and recruit observation of feedback behavior (r=.49 p<.(0025).

‘ The San Diego materials provide some significant results

for individual behaviors. The strongest correlation was for

; question 15 "Did your CC attend most instructor conducted

? classes?" (r=.69 p<.001 on RQI, r=.80 p<.001l on RQII). A

§ significant result also appears on RQII for gquestion 22 "DId your
CC try to hide a recruit who might cost the company points?"

! (r=.41 p<.0l). This question is not really meaningful in RQI

since the first administration precedes the MED inspection

period. Question 10, "Did your CC allow RPOs to give physical

training (such as pushups) as a form of discipline?", correlated
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-

positively for RQI (r=.44 p<.0l) and then negatively for RQII
(r=-.46 p<.0l1). Apparently the CC's first good intentions and
pehavior are modified by subsequent experience.

One might expect the correlation between posttest and on-
the-job measures to weaken as time passed after the posttest and
as a result of continued exposure to the company. Our results
do not bear this out, the second recruit questionnaire correlates
with the posttest in almost exactly the same measures as did the
first.

Company Performance vs. Posttest. The CC who had done well on
the posttest administered to groups 1, 2, and 4 tended to be
significantly superior in several respects. Most notably the
dropouts correlated very significantly with the posttest total
(r=-.46 p<.0l1) and with several posttest measures (dropouts vs.
feedback r=-.46 p<.0l; dropouts vs. instruction r=-.46 p<.01l;
dropouts vs. reward/punishment r=-.47 p<.0l; dropouts vs.
considerate r=-.38 p<.05; dropouts vs. concrete r=-.37 p<.05).
Slightly positive results were also found for MED scores. Thus,
posttest score is an excellent predictor of attrition but much
less so of MEDs. This suggests that attrition can be reduced at
RTCs by improving CCs' knowledge of the behaviors and attributes
in the Orlando program. No meaningful correlation wes found
between San Diego re-intents and company performance.

CC Background vs. CC Attitude. Two measures of attitude were
used, a score on the CC attitude form aggregating feelings about
his job and RTC generally and a score corresponding to his
feelings about PLATO. No pattern of correlations emerged from
these components. Weak negative correlations emerged between
general RTC morale responses and years of supervising non-
recruits (r=-.32 p<.05), and between shadowing time and approval
of PLATO training material (r=-.36 p<.05).

On-the-Job Measures vs. Company Performance. An important
determination with respect to recruit questionnaires is whether
they measure only subjective variables, or whether responses
relate to real on-the-job performance measures. We expected the
second administration of the recruit questionnaire to be more
effective in that determination and performed a very detailed
analysis using RQII. We found that the measures derived from
the Orlando materials yielded a consistent pattern of extremely
strong correlation with company performance in MED inspections

F and a much less strong negative correlation with setbacks and
dropouts. Taking MED totals, for example, we find strong
correlations with concrete (r=.40 p<.0025), clear (r=.35 p<.0l1l),
timely (r=.40 p<.0025), and weaker correlations with reasonable
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(r=.28 p<.05), goal setting (r=.31 p<.05), and instruction
(r=.31 p<.05). When these significant behaviors are correlated
with individual company performance areas we see that the major
contribution to significance of "MED totals" correlations comes
from the areas academic (six positive correlations) and barracks
(eight positive correlations), much less from personnel (three
positive correlations) and e@ven less from infantry (one positive
and one negative) and locker (three negative correlations). The
attributes which contributed to the very strong positive
correlation pattern all related to qualities of teaching --
timely, concrete, clarifying, relevant, and reasonable.

Total MED score strongly correlated with the morale (r=.41
p<.0025) and morale subset (r=.51 p<.00l1) sections of RQII.
Chief contributions to these correlations also came from the
skill areas barracks and academic as above, but also in this
case from infantry. Dropout rate correlated negatively with
feelings about boot camp (r=-.38 p<.0l).

The San Diego-based questions gave a much weaker pattern of
correlations. The total correlated weakly negative with setbacks
(r=-.26 p .05). Individual items yielded many more negative
results (eight vs. three) than positive ones in MED skill areas
and were not very conclusive in setbacks and dropouts (cne
positive, three negative). Thus, the San Diego-basec measures
are poor if not negative determinants of company performance.

It appears that CCs who behave in opposition to RTC policy
achieve higher scores in areas which constitute a sicnificant
aspect of their evaluation. In the interest of credibility of
the RTC (if for no other reason) it would be desirable to provice
a greater degree of compatibility between how CCs are tcld to

act and what goals they are told to achieve. This can ke cone
by changing either the policy or the evaluation criteria for CCs.

CC Attitudes. CC attitudes as expreéssed on the CC Attitude Form
were again grouped into two categories - those relating to
feelings about the job and RTC generally (RTC morale) and crose
relating to feelings about PLATO training (PLATO morale). These
two measures were correlated with a wide range of other measures.

CC Attitude vs. APre/Posttest. No pattern of significant
correlation emerges here.

CC Attitude vs. On-the-Job Measures. No pattern of significant
correlation emerges here.
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CC Attitude vs. Company Performance. A positive correlation
between MED total and RTC morale (r=.26 p<.05) was contributed to
by the skill area locker (r=.26 p<.05).

CC Surveys vs. On-the-Job Measures. Here we compare the CC's
stated behaviors on the CC survey with his behaviors as perceived
by his recruits on the two administrations of the recruit
questionnaire. These surveys were collected at the end of train-
ing so one would expect them to correlate more highly with RQII
measures. This was not the case. In fact, the RQI total
correlated much better with the survey total (r=.52 p<.Cl) than
did the RQII total (r=-.15, p not significant). Of the Orlando
behaviors on the survey six correlated significantly with RQI
measures and with none at all in RQII.

The situation for San Diego behaviors was more the expected
one, CC survey vs. RQI giving three positive behaviors and one
negative, survey vs. RQII giving eight positive results. Strong
correlations were found with RQII questions:

Did your CC
"give out demerits as a form of punishment" (r=.54 p<.0025)
"tell the recruits that he didn't believe in setting back
recruits" (r=.62 p<.0025)
"attend most instructor conducted classes" (r=.66 p<.0025)
"learn the last name of every recruit" (r=.58 p<.0025)

Consistency Measures. We attempted to determine the stability
of experimental data by comparing measures that we felt should
be very close, if not identical.

One such source of measures is the PLATO results for group 4
subjects who were administered the Orlando materials pretest and
posttest and the San Diego materials intents and reintents with
no training intervening. The pretest/posttest correlated very
highly for this group (r=.82 p<.00l1) but the correlation between
intents and reintents was surprisingly low (r=.56 p<.05), the
latter indicating some randomness in responses.

The second natural area for consistency measures is compar-
ing RQI with RQII responses. We would expect some change from
the administration of RQI in the second week of training to the
administration of RQII in the last week, but an essential
similarity between the two is natural. 1In fact, the RQ totals
correlated to the .001 level (r=.46) and 37 out of 4C of the
individual measures correlated significantly, 25 of these to the
.001 level.
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Training Measures vs. APre/Posttest. We looked for correlations
between subject performance within the PLATO training materials
and his improvement in test scores. Two measures of performance
were used - percentage of questions answered correctly cn Zirst
trial and latency time. No significant correlations were Zound
for the first of these and only weak correlations for the latter.

DIFFERENCES BETWEEN COMPETITIVE AND NONCOMPETITIVE ZPHASE
COMPANIES AT THE ORLANDO RTC. We made several t-tests between
competitive and noncompetitive company results, summarized in
Table 5. These indicate that MED data from the noncompetitive
companies should certainly not be used but that other on-the-job
and performance measures seem consistent. These results are
reasonable consequences of the change in training envircnment.

TABLE 5. T-TEST BETWEEN COMPETITIVE
AND NONCOMPETITIVE PHASE COMPANIES AT ORLANDO

Measure N, oM S, N, M, s, df £ t
Recruit question. 52 .682 .047 10 .701 .036 60 1,365 1]
I total i
Recruit question. 50 .705 .046 8 720" .061 56 593 :
II total i |
MED average¥* 537 902 .022 11 .834 .027 62 ~7.542%* |
Morale total 52 .647 048 10 .,659 .026 60 1.098 |
RQI
Morale total 50" 2699 .051 8" .730 .059 56 1.294
RQII
Group 1 = Competitive
Group 2 = Noncompetitive
* A few MEDs were not given for companies in the noncompetitive

phase in the skill area barracks, but were rated as "sat" or "unsa:".
For purposes of analyses, we assigned the relatively high values of 3.0 (¢

unsat) and 3.8 (for satg to these ratings. In spite of these kigh nomine!
values, the resulting MEDs were still extremely low.

** p<.0025

T T
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DIFFERENCES AMONG TRAINING CONDITIONS AT RTC ORLANDO. These
analyses examine differences among experimental groups.
Differences among groups that can be attributed to the training
and those that might be influenced by other factors are
considered.

Comparability of Students. Ideally, students in the various
experimental conditions should have similar opportunities for
success prior to training. Then, differences in performance that
are noticed after training can be attributed to the trainiio and
not to biases in the assignment of students to groups. Threce
kinds of evidence can be used to assess the initial comparability
of groups: background characteristics of CCs, demographic
characteristics of companies, and pretest scores. Results are
discussed below. Tabulations of ANOVA (Analysis of Variance)

and t-test analyses are presented in Appendix A.

Company Commander Backgrounds. Table 6 presents results from 1
ANOVA tests on the background measures: age of CC for both

inexperienced and experienced groups, shadowing time for new CCs, ]
and MED average for last company led of experienced CCs. Our
previous analyses had determined that they were the strongest
correlates of subsequent CC behavior and company performance.
No significant differences in mean were found here.

The demographic comparability of companies led by the CCs
in different experimental groups is presented in Table 7. Again
we find no significant differences between groups.

Pretest results are displayed in Table 8. Only Groups 1, 2,
4 received Orlando materials pretest, and only Groups 1, 3, 4
the "intents" part of the San Diego materials. Here also no
significant differences were found. Thus we find no significant
differences among the experimental groups prior to training in
this experiment.

Treatment Effects. Having established the degree of simi-

Tarity among experimental groups prior to training, the extent
that these groups differ after training needs to be determined.
Differences noted among groups after training that cannot be
attributed to differences obtained before training can be
ascribed to the experimental conditions. To see if CCs learned
in the training situation, pretest and posttest scores are
compared. To determine the extent to which the effects of the
instruction went beyond the training situation and actually were
manifested where they count - in the job situation - CCs On-the-
Job Performance Measures and their Morale and Attitude Measures
are appraised. Finally, to see if and how differences in CCs'
performances affected the recruits, Company Performance

Measures are evaluated.
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Pretest/Posttest Differences: This comparison assesses the
extent to which characteristics of the various groups changed
during the training period. We performed ANOVAs not only on
change in total score but also performed an analysis by behavior !
and by attribute as well as for the separate area "reward/punish- ?
ment." Results are summarized in Table 9. Significant

differences in mean were found for pre/posttest difference, in
total score, in attributes, and in behaviors. The t-tests to
follow up these significant results are summarized in Table 10.
We find very significant (p<.0025) improvement in Groups 1 and 2
compared to Group 4 for inexperienced CCs, and scmewhat less
significant (p<.0l Group 1 vs. 4, p<.05 Group 2 vs. &) results
for experienced CCs. We also found a significant difference
between behaviors for experienced CCs, which the t-tests show to
be a significantly greater occurrence (p<.05) of goal settincg
over both feedback and instruction, the latter twoc cf which do
not significantly differ. The main benefit of the Crlando-based
materials seems, thus, to be attributable to improvemert in goal
setting performance.

i
|
i
i
}

On-the-Job Measures. Table 11 presents the Analysis of Variance
summary for measures derived from the first administration of the
recruit questionnaire (RQI). Analysis was performed by total
score, Orlando materials total, attributes, behaviors, reward/
punishment, San Diego total, and morale responses. Significant
F-ratios were found between attribute means and between behavior
means, both for experienced and inexperienced subjects (all at
the p<.005 level). No group differences were found.

Table 12 gives the results of t-tests corresponcing to the:ce

four significant F-ratios. We find for behaviors that racrults
report goal setting occurring more frequently (p<.0C2Z, than
feedback and instruction, and instruction as more frequeat than
feedback (p<.0025). The attributes tend to group themselves into

clarifying, concrete, reasonable, relevant, timely end consiic.rcte,
human, the latter two being considerably lower than the £i:r
five.

Table 13 presents the Analysis of Variance summary Zor the
second administration of the recruit questionnaire, exactly
paralleling Table 1l1. Again we have a very significant (p<.005,
F-ratio for differences in behavior means and also in attribute
means, both for experienced and inexperienced CCs. We also hcve
a significant difference in group means for experienced CCs,
Orlando-based material behaviors. We followed up each oZ these
five significant findings with t-tests, as shown in Table 14.

We find no meaningful patterns of differences in group mean.
Behaviors are each significantly (p<.005) different - the same
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as for RQI. Attributes again tend to sort out into the two
groups: clarifying, concrete, reasonable, relevant, timely; and
considerate, human.

An alternative to aggregating recruit responses by company
prior to aggregation for t-tests is to score by recruit, taking
recruits as individuals within each experimental group. We
scored morale and Orlando materials questions on the recruit
questionnaires for Group 2 vs. Groups 4 and 5 combined for
evaluation of Orlando materials training effectiveness and morale,
and San Diego materials sections for Group 3 vs. Groups 4 and 5
combined for a measurement of San Diego materials training
effectiveness. We calculated separate results for recruits led
by inexperienced and by experienced CCs. Thus, there were four
groups in all. We separated the questionnaire into three
sections: g. 3-14 being morale, g. 15-39 bearing on the
San Diego materials, and g. 40-94 bearing on Orlando materials.
We totaled the responses for each question in each of these
sections in which the experimental group mean was better than
the control group mean. (Scoring of the recruit questionnaire
is given in Appendix B. Note that on some questions a positive
score corresponds to the behavior sought and on the rest a
negative response is better.) We then performed the sign test
on these totals and on the totals for significant responses (on
the t-test) only. These results are all presented in Table 16.

We find that the San Diego materials have no significant
effect on recruits morale responses, neither for experienced nor
inexperienced CCs. They also have little effect on the reporting
of San Diego behaviors, as given by questions 15-39. The Orlando
materials yield a significant improvement in morale responses for
recruits of inexperienced CCs (11 of 12* questions p<.0125) but
not for recruits of experienced CCs (7 of 12*, not significant).
Thus, inexperienced CCs appear to have benefitted more from the
training in this respect.

An even stronger result is shown for the questions 40-94
reporting the behaviors taught by the Orlando materials. For
inexperienced CCs, we find 48 of 55* instances in which the
experimental group outperformed the control group (sign test
p<.0025) and for questions with significant t in 42 of 44* cases
the Group 2 CCs outperformed the control group (4 and 5).
Furthermore, the t-test gave extremely strong results, 29 of the
t-tests yielding p<.0025. (In fact, for both of the cases in

* Note that to determine relative performance of test and control
groups, the scoring keys in Appendix B must be used to determine
whether questions have positive or negative scoring.
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which control group outperformed Group 2, questions 55 and 72,
we had p<.05, a weaker result.) Nearly as strong a pattern was
derived for experienced Group 2 vs. Groups 4 and 5 CCs.
Behaviors which favored the experimental group, 2, were 45 of
and for those with significant t's only, 28 of 29 (Zor oSoth p<.
for the sign test). Thus, we see again that inexperienced CCs
benefit more from this training; although experienced CCs also
showed great improvement.

Company Performance: There are two major types of perfcrmance
measurements. Table 15 shows the difference in dropout rates
between the various experimental groups and MED score aifferences,
both averages and by skill area. We find a significant difference
between MED means for the various skill areas. This is
attributable to the different procedures used to score eacn of
these areas.

Assessing Experimental Treatment According to CC Motivation: &
useful decomposition of experimental groups can be made on the
basis of motivation. If a CC is not motivated, there is little
chance of any form of training affecting his behavior. This is
not to say that unmotivated CCs perform less well than co
motivated ones, in fact, our earlier correlation analysis slcva
no such difference. It is rather that attitude to a Sco zZfec
interest in self-improvement. We, therefore, found the medlan
score on the CC opinion form for the two meesures, attitude to

RTC and attitude to PLATO training, and separated CCs according

to their position relative to the median in each. We then
performed t-tests for post-company performance measures and RQII
measures to look for differences due to experimental treatment
Results are given in Table 17. We were able to do tkis Zor
inexperienced CCs only as there were too few experiencec CCs who
had handed in opinion forms and our sample size was, therefore,
inadeguate. Also, Group 5 CCs received no opinion form, so

Group 4 was the only real control group. To try to cdifferenticlly
assess value of Orlando and of San Diego materials, we used Grcup
3 as part of the control group for the former and Group 2 =2s part
of the control group for the latter. Furthermore, these
inclusions helped balance the inclusion of Group 1 subZects in
the experimental treatment group for the purposes of this
differential evaluation. Significant results were Zfound for ¢
"motivated" group as shown in part A of Table 17. We se2 th:=t
Groups 1, 2, and 3 combined performed significantly better in
postcompany MEDs than Group 4 and that this difference was borne
across to superior MEDs for Group 1,2 vs. Group 3,4 which shows
that the difference is largely due to Orlando traininc materials.
Groups 1,3 had significantly fewer dropouts than did 2,4, a
difference attributable to San Diego training materials.
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DIFFERENCES AMONG TRAINING CONDITIONS AT RTC, SAN DIEGO. A
relatively limited number of evaluations could be performed using
San Diego CCs because of the data entry difficulties described
above. Thus, only preliminary results are reported in Tables
18-20.

We first investigated the effects of experimental treatment
on company performance measures of experienced CCs, the MED
average and dropout rates. (We had no PLATO measures for Group
4.) The ANOVAs for these, as shown in Table 18 A,B, were not
significant but large enough to indicate further investigation.
This was done in a series of t-tests as reported in Table 18 C.
To increase sensitivity of the t-test, we first lumped together
all the experimental treatments - Groups 1,2,3 - and compared
them with Group 5. The dropout rate showed a small value of t,
so it was not pursued further, but the MED average showed a
substantial difference in mean, leading to a t significant at
the .05 level. We followed this up by using breakdowns by group
and by skill area. We found that the major contribution to the
significant t was from Groups 1 and 2 and to a non-significant
degree from 2 separately, indicating that the improved MED
average was the result of the Orlando materials. When broken
down by skill area, we found the major contribution by far was
from the personnel MEDs (p<.00l1) and locker (p<.00l1). Academic
MEDs gave a negative contribution (p<.001).

We also used t-tests to compare the background measures, GCT
and previous company MED, the latter having been found to be most
predictive of future performance for experienced CCs. No
significant differences between Groups 1,2,3 and 5 were found,
in fact, the Group 5 mean was slightly higher for both of these
measures.

Table 19 provides an ANOVA summary for group differences in
recruit questionnaire responses for Groups 1,2,3 - the only groups
for whom data had been entered into the computer. The F-ratios
derived from these measures indicated that further investigation
would not be useful.

In Table 20 we display the item-by-item results of comparing
RQII responses by recruit for Groups 2 and 3, the only ones with
adequate size for these tests. Neither the t-test nor the sign
test gave results of any significance. The only result of any
interest was that Group 2's recruits outperformed those of Group
3 in 17 out of 24 measures related to the San Diego materials --
a result which is very near the p<.05 level for the sign test.
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SECTION IV
DISCUSSION

In this section we give the major implications of the very
large number of specific results reported in the previous
sections and in the appendices and a general discussion of the
research effort.

A first consideration in evaluating instructional materials
is whether the immediate objectives in the instructional materials
correspond to useful working skills. A useful way to determine
the relevance of the skills taught is by correlating level of
skill in each of the behaviors taught by the materials with
various external measures. The level of skill is most easily
measured by the posttest following the instruction. We found
that the Orlando CBI materials posttest had a very strong correla-
tion with external measures, both in the recruits' perception of
CC behavior and in company performance. By far the most impor-
tant correlation was between posttest and recruit retention rate.
The San Diego CBI materials posttest gave a less strong pattern
of correlations.

An additional index of the value of the training objectives
is derived from correlations between the on-the-job behaviors of
CCs and the performances of their companies, independent of
whether the behaviors of the CCs were acgquired through the CBI
or by other means. These analyses indicate that recruits
performed better on traditional RTC measures (MEDs
and dropouts) when the CC performed more of the behaviors taught
in the Orlando based CBI. Military Evaluation Department's (MEDs)
scores and dropouts also were better for companies with better
morale (and morale was improved as a result of the CBI).

The situation for the San Diego based CBI, however, is not
as favorable. Here, greater performance of the behaviors being
taught is associated with lower MED scores.

Thus, it appears that CCs feel they have to disregard many of the Sen Diego
behaviors which represent RTC policy in order to succeed. Further, intui-
tively it appears that the RTC behavioral policy is sound but that the
measures of CC success require behaviors inconsistent with those of the
RTC policy.

Having determined the usefulness of the behaviors being
taught, one must next determine whether they are taught effective-
ly. Comparison of control group improvements in knowledge of the
behaviors with those of experimental groups receiving CBI shows
clearly that the desired behaviors are being taught.
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Finally, we have the direct evaluation of the effects of the
instruction by comparing perfcrmance of control and experimental
groups after having completed instruction. In performing
comparisons between CCs in terms of company averages, we found
that group size was insufficient to clearly demonstrate
differences, although differences were indicated. But when we
looked at recruits of the CC's companies individually, we saw an
extremely strong pattern. Recruits of CCs who had received
Orlando CBI were clearly differentiated from those in the control
group both in their perception of CC's Orlando training based
behaviors and in general morale responses. This effect, though
very strong for both experienced and inexperienced CCs, was much
stronger for the latter group. The San Diego CBI had much less
effect on the CC as perceived by his recruits, both in morale
and in specific behaviors taught by the CBI.

There is some evidence that the CBI was responsible for
improvement in the competitive scores and dropout rates of
recruits. These findings were obtained when the more highly
motivated students at Orlando were compared with one another.
The improvements in MED scores noted at Orlando as a result of
the training were confirmed by the data from the San Diego
located evaluation where these scores were higher for the
companies of the students independent of their motivation level.
This suggests that the CBI is sufficiently powerful to effect the
kinds of organizational goals which are considered tc be under
the influence of a host of other variables.

We feel that further experiments with larger CC populations
would extend our partial results into a broader implication of
utility. The effectiveness of these materials seems to be in
the areas of CC performance, recruit morale and perfcrmance, and
retention within the companies led by CCs trained with this CBI.
It is, therefore, of some interest to ask whether these
attributes are further retained once the recruits graduate and a
longitudinal study would be most useful.

No formal analysis was made of the PLATO system hardware and
software, either in their instructional or cost effectiveness,
but several informal observations about the former might be of
interest. The use of graphics enabled by the PLATO terminal was
guite useful in creating and maintaining student interest. Even
without graphics, the presentation of material on a screen, with
selective erasing and writing at any position on it, made
delivery of instruction much more efficient than on a typewriter-
like terminal. The touch-panel option, permitting the computer
to determine position of user touches on the screen, was also
extremely effective. A user could touch the text corresponding
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to his choice of action or of response. We were less p_zased
with the unique authoring capabilities on the system - the TUTOR
language. Although they are quite effective for implementaticn
of simple graphics displays and of simple frame-oriented CBEI
sequences, they were difficult to use in creating large complex
programs such as our case-study scenario. We would have much
preferred using a standard time-shared system for progrem
development, using an ordinary text editing language, like TECO,

and a general purpose programming language such as FORTRAN.

SECTION V

THE CASE STUDY SCENARIO

INTRODUCTION AND RATIONALE

We have developed a case study scenario on PLATC tc provice
some experience in interpersonal interactions against a back-
ground of scheduling normal day-to-day activities. For pedagogic
effectiveness we substantially compress the normal duraticn of
the CC's activities and the effect is a very schematic simulation
but one whose every part is identifiable with the real schedulirng
and recruit interactions a CC must deal with. We feel that our
simulation is a useful augmentation of the existing human rela-
tions materials in several respects. First, it embeds CC/recruit
interactions within an operational environment. Thus.
must himself decide courses of action to be pursued; &
active role than simply responding to specific questcions e¢s is
the case with traditional CAI. Also, the extensive operationel
environment's many options force a CC to economize, to »2rfoxr .
only those actions and to elicit only that information relevant
to successful execution of his role. Also, the involvement o:f
the CC student with a single case study for a relatively extended
period of time permits development of the simulated recruits as
in-depth personalities, each with consistent, identifiable
character traits. We can characterize these differences between
classical, frame-oriented CAI and our case study based metho.ology
in two broad areas. First, in the case study the user must seek
out and elicit information from the system. His knowledge about
the situation within which he is to make a decision depends on
his own initiative and relevance of inquiry. In frame-oriented
CAI the information required to make a correct response 1s Sir
presented to the user. Second, the case study provides the us
a closed loop environment. The implications of his decisions are
presented, not as a simple judgment, but rather in the further
unfolding of the case study scenario. Thus, the case study user

. NAVTRAEQUIPCEN 75-C-0076-1
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must learn to evaluate his own actions. This case study method-
ology does not provide the frequent, immediate, analytical
feedback of traditional CAI. However, these features were
omitted in order to obtain the training benefits of the simula-
tion qualities of this approach. In the real world, the CCs
only feedback is in the responses of his recruits, verbal and
otherwise, and their performance. Thus, limiting pedagogic
intervention and feedback during the scenario encourages the CC
student to develop needed introspective and observational skills.

The training objectives of the case study scenario cannot
be easily separated into specific elements of factual knowledge
as is the case with frame-oriented CAI materials. This is due
to the extended nature of the information gathering and feedback
gathering behaviors being taught. Thus, we feel that the
objectives are better characterized by operational behaviors as
measured on the job across a period of time. Specific behaviors
taught by the materials described below include better choice of
petty officers, as measured by RTC choice criteria, improved
conflict resolution with impact on recruit morale scores and on
the dropout rate. Our case study based CAI should contribute to
a better management of recruit scheduling which will show up in
MED scores, and to that part of the dropout rate generated by
poor recruit performance.

GENERAL DESCRIPTION OF THE CASE STUDY SCENARIO

Scheduling of recruit activities forms an important part of
a CC's duties. He must balance his company's needs for instruc-
tion and practice in each of those five skill areas which are
the objects of MED inspections: locker, barracks, personnel,
academic, and infantry. The CC must monitor the progress of each
recruit and most particularly the effectiveness of his choice of
RCPO who must administer much of the practice.

This scheduling aspect of the case study lessons serves as
a backdrop to specific crises and incidents which require
specific mediation by the CC. The student is given a company of
seven recruits (the reduced number being required for meaningful
interactions within a reasonable time span) for five days
beginning at 3-1 day. His first task is to choose an RCPO.

The CC can interview each of his recruits, asking them any
or all of the following:
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Why did you join the Navy?

Please describe previous military experience.
Describe your occupation prior to enlistment.
Do you have any sort of police record?

Thank you. (conclude interview)

The student also has access to each of the recruit's hard
cards which are in standard format and contain all information
standardly found on hard cards. He can follow up the entries
with further questioning derived from the above set of gueries.
At any point in the interaction, the CC trainee can choose one
recruit for RCPO upon which the computer will provide a critique
both of his choice and of the amount of questioning leading to
that choice.

The RCPO having been chosen, the CC now is to lead his
company through five days of activities, 3-1 day through 3-5 day.
The computer display includes a complete schedule for all
recruits, across the 10 time periods of the day, as well as
appropriate control layouts designed for use with a touch panel.
At any time, he can schedule activities, look at inspection
scores to date or look at individual hard cards.

Scheduling possibilities include instruction and practice in
each of the five skill areas as well as informal CC irspections.
Some time slots are filled with preassigned activities such as
MED inspections, chow, and classes. When the CC trainee is
satisfied with his choices, he can advance the "clock," hour by
hour through the day. At the end of each hour a repcrt is
provided describing what each recruit has done. The CC's workload
for that hour is also discussed. If a formal MED inspection has
been scheduled, the results are reported (and placed on each
recruit's hard card). The driving mechanism underlying these
effects is a set of vectors of recruit descriptor constants, one
vector per recruit. The elements of the vector are the amount
of instruction and practice required to achieve proficiency in
each of the five skill areas, the efficacy of CC vs. RCPO led
practice and instruction, a "leadership" coefficient which defines
his ability to instruct and several minor variables.

These vectors are updated on the basis of scheduled assignments.
To do well, the CC must make a good choice (initial or otherwise)
of RCPC and balance his scheduling well. Also, resolution of the
crises which arise at 3-1 and 3-4 days, discussed next, will
strongly affect company performance.
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Case Study Dialogues. The steady work of scheduling and
monitoring the progress of the trainee's company is punctuated
by two crises which arise on 3-1 and 3-4 days. The specific
nature of the conflict depends entirely on the choice of RCPO,
each of whom has a distinct and well-defined personality. Thus,
there are 14 separate dialogues. One recruit is too lax and
easygoing, for example, and if he is RCPO, some recruits take
advantage of him. Another recruit is too authoritarian, his
virulent anticommunism and prejudice against college education
also create leadership problems. The CC trainee, just as in his
choice of RCPO, has several investigative possibilities. He may
speak with a single recruit or with the entire company. He can
reprimand either the RCPO or a recruit. He can replace the RCPO.
The course of the CC's investigation will depend on whom he
speaks with and when. The RCPO's original story may change, for
example, once the CC has spoken with the rest of the company.
Also, the CC's conduct of the investigation may be questioned,
for example when he performs some action without having prcoubed
into the situation adequately.

Integration of Case Study Scenario Components. Careful
integration of the dialogues with the scheduling package is
essential for obtaining a meaningful case-study scenario. The
four actions open to the CC for resolution of the difficulty each
must have an appropriate impact on subsequent company behavior.
These actions are reprimanding the RCPO, reprimanding the
plaintiff recruit, replacing the RCPO, or doing nothing --
leaving the situation unchanged. In addition, the CC's handling
of the case, in particular the amount of his questioning, is
monitored. Behavior changes can include changes in the leadership
effectiveness coefficient of the RCPO and in recruit proficiency
and learning vectors as appropriate. The influence of the student's
responses on future events of the program is also exemplified by the choice of
replacement RCPO where the impact of this choice depends upon past evernts in the
program.

A SAMPLE RUN THROUGH THE CASE STUDY SCENARIO

The following set of frames illustrates the case study
materials in actual use. The -PRESS NEXT- instruction is not
visible in most of those frames which have it at the bottom of
screen. This cropping was needed so that the reproduction of the
screen was large enough to be legible. Frames 1, 2, and 3 are
introduction leading to the first CC task - choosing the RCPO.
Frame 4 displays the recruit roster and frame 5 shows the first
frame of the subsequent interview with Recruit Able. The lower
half of the screen presents the six touch button options that the
CC has during interviewing. The CC, in frame 6, has asked for
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Able's hard card, a reasonable first step, and frame 7 shows a
further question of the interview. Frames 8, 9, and 10 show part
of the interview of Baker. In frame 11, the CC, having inter-
viewed the remaining recruits, chooses Able as RCPO and his
choice is critiqued. The CC then proceeds to running the company.

Frames 12 to 19 provide instruction in use of the available
options, and at frame 20 the CC is ready to begin. He chooses
to look at MED inspection scores first, in frame 21, and then
proceeds to start scheduling activities, as shown in frame 22.
In frame 23 he has completed scheduling day 3-1 and returned to
top level and begins going through the day's activities.
Feedback is provided after each hour as in frame 24. The
scheduling and execution of activities proceeds for subsequent
days as in frames 25, 26, 27, with the interpolation of two
incidents in the course of the week of training. In the first,
starting in frame 28, Able is having difficulty with Goober.
The options open to the CC are shown as touch-buttons at the
bottom of the screen. In frames 29, 30, and 31, the user is
shown interrogating first the RCPO and then the rest of the
company. The complete lack of corroboration leads the user to
reprimanding Goober and he proceeds back to everyday matters. A
second incident two days later is shown in frame 34. 1In this
case, he is having difficulty with Fish. The user, after
subsequent investigation, again chooses to retain Able as RCPO.
The final part of the week's schedule is MED inspections, two of
which are shown in frames 35 and 36. By keeping track of company
performance with mock inspections and balancing training, good
MED scores have been achieved. A further postmortem frame
discusses treatment of the RCPO. In particular, the user in this
sequence, although performing reasonably well in initial choice
of RCPO, and in the first incident, certainly should have replaced
the RCPO after the second incident in which the sketchy evidence
from the first was strongly corroborated. Further postmortem
frames discuss the MEDs which, in this case, were quite
respectable.
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Why did you join the Navy?

See recruit hard card.

Why did you ]O.H'\ the Navy?

P e desc eper ience
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‘ Figure 1 (contd)
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Plasse describe vious milite 1 .
Plasse describe previous military ePperience.
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Frame 10
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inepect ion, conducted by MID inepectors) whatever sctivities sre indicated on the

Practios (muet be led by your RCPO) schedule.

Chow. Thie I8 & required activity snd hes
slresdy been sesigned, ss you ses sbove. If you push the schedule squere, enother set

Class attendsnce (s mendstory ectivity) of touch equeres will appesr on the scresn

which ensble you to co scheduling of
A sterred activity, such ss on the schedule sbove recruite.
18 mandatory end mey not be chenged. p
Otherwise you sre free to chenge the schedule In emy, You cen look et recruit herdcerds Wwhich ]
-y you wieh. will include pest inapect ion scores)

A smell squere pleced in esch box 1n the echedule
once thet ectivity hes been performed.

You cen look st inspection overages for the

| Frame 16
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bt B

’ - 4 ¥ d Tas 806 below the touch squeres you heve eve:lsble
2 ere in the midet of hawr | S when echeduling. You move the recruit end time
’ pointers appropristely, specify the type of sctivity
ond skill eres, then give the order. You can sched-
vie sll the recruits st once by pressing
the ALL touch squere. When you have set every-
thing es you wish, you then prese the GIVE GROER
Square. You cen schedule 88 much as you wish at eny
time and then return to the main level for other
Y

During scheduling the schedule itee!! looks

the seme as before, except thet errows point te

the recruit wnd the time thet you are acheduling

Theee arrows cen be moved arcund by using the Type of Aetivity

“arrow keys® on your keyboend (the ongs with |ittle
vertical end horigontal errows on them.) Press the -
w key to go up and x to go down the liet of recruits

when you touch the ALL touch square to schedule all
the recruits at once the recruit errew will venish.
For charging the hour you are acheduling the ¢ ey
moves the time being echaduled ahasd ona hour end
the o key moves 1t back ons hour. You can achadile
'n any hour of the dey WFTER' the Nowr woi ere in.
You cennot cherge the activities surrently going on
(The current hour 18 shown at tha top of the screen

Frame 18

You can return to these instructions describing

the scheduling options by pressing the ~halp- hay
(at the right of the keyboard at any time when you
see the scheduling frame (the one with the schedul-
1ng options) . After you go through these instruct-
1one agein you will be returned to the situstion you
were :n when you pressed the -heip- key.

Now lets get back to rumning the company. ‘




-

Frame 21

NAVTRAEQUIPCEN 75-C-0076-1

Type of Activity

=3

Frame 22

fha 10 the midet <f hour ). During lest hour:
Peruit Able wes 1netructed by you tn Personal

Pecruit Baker was inatructed by you in Pcr.;n.l
Recruit Clement wes instructed by you 1n Personsl
Pecruit Dobbs wes i1nstructed by you in Personel
Recruit Ceger wes instructed by you in Personsl
F;cm-t Fish wes 1nstructed by you in Personsl
Recruit Goober was instructed by you i1n Personsl

During this hour, you scheduled yoursel( (o
1 activit)es.

F'1 re 1 (contd)




— B e se——
il o caessr .

utm-.ltvy-u in Parecral
His score wes

-Mlthﬁ.‘iwmlnl
Hie score was ¢

Muh-r—.twu»winhuan
Hie score was <

Reoruit Fish wae inspected by you in Perebnal
Hie score was <

Reoruit Gecber wee inapected by you in Personal
Hie score wes ¢

During this hour, you scheduled yourself for
1 sctivities. >

--um-;aofhr‘.&qu" ;
fRecruit Mble Sperviesd Locker prastice as NON.

Reoruit Beher precticed Locker under &.
apervision of ACFO Mble k

Reoruit Clement practioced Locker under the
aupervision of RCPO Mble 1

Rooruit Debbe practiomd Locker under the
apervision of AR Mble 4

Recruit Cager precticed * the
apervision of AP0 fble - 1

Reoruit Fish precticed Locker under the

apervision of ROPO Able Talk to Recruit Goober ' [0 Reprimend Ruoruit Goeber

Reoruit Gosber practiced Locker under A Talk to RCPO Mble £] ®eprimend RO Ap1e

supervision of ACPO fble N

Durivg thin hour,' yiou' aifh
0 activities, " g

Tolk to mthars

®le is suffi y
tough a8 on ROPD.  Other recruits give him & lot of
orep and deride him publicly. The generel level of
-clc-y—l-.. d
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Goober reporting Sir. The RCPO is not & real
man. He lets Fish lie around in hs bunk reading
POrno mags while the rest of us are working

our butts off.

I'm utterly dumbfounded at what you're saying, sir.
I've been pretty tough on the Suys, no one has given
me ary trouble at all. There were not complaints or
suff. And the morale seems high to me.

Let's have your side of the
sto Recruit.

-_—

Talk to Recruit Goober @[] Reprimand Recruit Goober

-_— s  -sw? ! r e e —_.

[0 Talk to Recruit Goober [0 Reprimand Recruit Goober

Talk to RCPO fble [0 Reprimand RCPO Able

B Talk to RCPO Able [O Reprimand RCPO RO
Talk to others

Take no further O mePuace roro

actions PROCEED

EROBLEN: Recruit Goober reports that fbie is not sufficiently
tough as an RCPO. Other recruits Bive him a lot of
crap and deride him publicly. The general level of
morale seems low,

(O Talk to others

.

[0 Take no further O mePuace rero
action+ PROCEED

PROBLEN: Recruit Goober reports that fible is not sufficiently
tough as an RCPO. Other recruits give him a lot of
crap and deride him publicly. The general! level of
morale seems low.

Frame 29

Goober hss been given & solid talk and warned to
stop rumor-mongering or he'll be in seriocus trouble.

GRS

Baker and Clement reporting, sir. Everything is

fine with us. The RCPO ;s & pretty decent guy. hw
all doing well,

P ”;.(« =

Recruit, you'd better shape up, and

If any of you fellows know something for your sake i1t better be soon.

about this, I want to hear it.

-_—

[0 Talk to Recruit Goober [J Reprimand Recruit Goober

_— - s r r o-r—— s ——_—_—_——

[J Talk to Recruit Goober [l Reprimand Recruit Goober

[0 7aix to RCPO AbIe (3 Reprimand RCPO fble

[0 raik to RCPO Aole 0 Reprimand RCPO Mble
« [0 Telk to athers

[ Teke no further [0 mePace rRemo

B Talk to others

) [0 Teke no further [0 mePLace momo action+ PROCEED
action+ PROCEED xlocruut Goober reports that fble not sufficiently

PROBLEN:Recruit Goober reports that Able 1o not sufficient(y
s tough as an RCPO. Other recruits give him a lot of
ii crap and deride him publicly. The general level of

tough a®-an RCPO. Other recruits give him a lot of
crap and deride him publicly. The generes! level of
morale seems low,

morale seems low.

[\

- ) U |
Frame 31 Frame 3

Figure 1 (contd)

TSNET TNVIRES TN
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Incidentally, Goobér
fabrications, | E

—

810, Fieh hes been provoking 'me for o long time.

The other men wit) confirm this.

"t oout. The ) ntmm“h.ituq
college yasrbook. He's resliy.a bully end a creep,
-Mh.l“toh.lmddmorumldhn‘i-d
down - the company, o

e L
O Rerimns Rooruis pimh
to RCPO Able . Reprinand ReRp fole
| Faivc s wssers T
Take no furthér * . ] “Nehunce memp

0 @ has been sore t baing arcund
Fish, Mble wes just in s scuffie with Figh and
knocked him out. Even eo, he's senerelly depreseed
#nd sgens to be showing little motivations: %

-
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1. CHOICE OF RECRUIT PETTY OFFICER.
Your inmitial choice of Able was a fair one.

You obtained further information about him
In the first incident in which he acted reasonsble at best

RCPO Able was involved in a further incident, one in
which he showed up rather badly. He certainly should
have Been replaced.Your not doing
30 was a serious mistake.

All in &'l you showed fair judgment in imtial

choice and retention of your RCPO, a central factor
in success of any CC,

2. DELEGATION OF AUTHORITY,
Your RCPO supervised a total of § hours
of practice during the past five days. This ~umber
represents a good use of the chain of command
and reflects well on your ability to delegate authority.

Frame 37

|
|
|
{
|
|
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FURTIHER DEVELOPMENT OF CASE STUDY MATERIALS

A number of changes and improvements have been suggested in
the course of preliminary use of the materials. These relate in
most cases to improvement and expansion of the feedback that the
user gets as he proceeds through the case study. Extensions of
interest are described for two major aspects of the case study:
RCPO selection, and CC treatment of crisis situations.

RCPO SELECTION. Following the CC's initial choice of an

RCPO, additional discussion should be incorporated to assess the
reasonableness of his decision. This interaction will treat the
adequacy of his inquiry both regarding the number of candidates
considered and the depth of inquiry made. Seven recruits are
available as RCPO candidates. Each of these has possible short-
comings as an RCPO, and some have very serious drawbacks. For
example, one has a police record ana is a liar, and another is

a political ideologue with violent tendencies. The CC should
interview at least three "reasonable" candidates initially, i.e,
recruits with leadership potential and with no evident problems
or deficiencies showing up in their hard card data.

The CC's decision will be assessed by the program in the
light of the data he obtained. Omissions of important data will
be noted, e.g., failure to question a recruit about an arrest
or conviction as indicated on his hard card. We would like to
detect instances where the CC's decision is made in a thoughtless
mechanical fashion, e.g., by asking all the questions instead of
selectively cuestioning on important items. Incorporation of a
number of additional irrelevant question items should help in
this determination, e.g., questions such as "Do you have any
hobbies?", and "What political party do you favor?"

Following the CC selection and the program critique of his
decision, a two-way discussion with the CC concerning his
decision will replace the present summary statement. The object
will be to find whether the CC has well thought out grounds for
his choice, including an awareness of its good and bad aspects.
The discussion will treat the thoroughness of the CC's inquiry,
and his interpretation of hard card and interview data, especial-
ly those data that might argue against his decision. Apparent
lack of awareness or concern about these issues will be noted
for subsequent discussicns concerning RCPO replacement decisions.

The discussion follcwing the RCPO choice will concentrate

on the CC's knowledge and evaluation of (1) the negative charac-
teristics of his chosen RCPO, and (2) the positive characteristics

3
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of the candidates he rejected. For example, if he had chosen
Clement on the basis of previous occupation - police force - and
had failed to ask Clement to describe his occupation during the
interview, he would not have found that Clement was a police
trainee rather than a policeman and that he was forced to resign
because "somebody had it in for me and got me in trouble."
Further, if he had failed to query Clement concerning his

reason for joining the Navy, he would not have detected possible
feelings of insecurity or inferiority on Clement's part. If,
however, he had obtained these interview data and had chosen
Clement in spite of them, a comment will be made questioning the
soundness of his judgment. A good cautionary message might be
"In my opinion Cléement exhibited considerable insecurity in his
responses. He even shifted his previous answers (in the hard
card record) for previous military experience and duraticn from
eagle scout and 4 years to practically an eagle scout and 3
years! If you insist on going along with him you'd better keep
a good watch on him!"

Also, 1f the CC had considered Dobbs and had rejected him
on the basis of a previous arrest without checking on the
circumstances, he would have failed to determine that "The
offense was minor and perhaps even unfairly chargecd and, nore-
over, it came about as a result of Dobbs' strong interest in
sailing. Further all his other responses and the supporting dat:
suggest a very strong candidate with good naval background,
interests, and leadership potential!" An even stronger comment
would be made if these data had been obtained and, nevertheless,
Dobbs had been rejected in favor of Clement.

No matter who is chosen, negative considerations will be
brought forward for the CC to counter. If he had investigated
these potentially unfavorable aspects, he will have a chance to
defend his choice. For example, if he chooses Dobbs and knows
about Dobbs' arrest (for use of improper towing gear while towing
his sailboat onto a semi-private beach), he will be told: "That
indicates that Dobbs may have significant problems - lack of
respect for the law and for peoples' privacy. What do you
think?" The CC may respond from a long menu of stock answers,
with "The arrest item was not important in this instance" which
is an acceptable response. When offered the option to change
his mind, he will not be challenged if he keeps Dobbs as his
RCPO choice.

The case study has been designed so that, irrespective of
the initial choice of RCPO, two crisis situations will develop
which put that choice into question. 1In dealing with these
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situations, the CC has a number of cptions available to him
including the possibility of reprimanding or of replacing the
RCPO. The second crisis always implicates the RCPO more serious-
ly than the first. Replacement of the four more reasonable
candidates (Able, Baker, Dobbs, and Eager) is not clearly
warranted by the initial crisis incident but is a reasonable
action even for these choices after the second crisis. The other
three recruits (Clement, Fish, and Goober) should probably be
removed as RCPO after the initial crisis, and certainly after

the second one. Thus, at least one more round of selection of

a new RCPO is made probable.

At present, the CC interactions involved in selecting a new
RCPO are essentially identical to those used in the initial
choice of RCPO. The new selection process could be extended to
include a critique of the previous selection. The criteria used
in making the previous choice will then be explicitly identified.
These will be indicated by the CC from a standard list of items
including previous leadership, military experience, high educa-
tional level, above average military test scores, etc. The RCPO
choice will be ranked as high, average, or low on all these
items. The CC will then be asked to identify his reasons for
dismissing the RCPO - again from a standard list with choice
items specifically tailored to the recruit involved and the
incident in question. He will then proceed to choose a new RCPO
on the basis of hard card data and interviews as before. This
process will be repeated subsequently if the CC makes additional
RCPO replacements.

CRISIS SITUATIONS. The two crisis situations are

introduced in a vivid, explicit, obvious manner. Each is brought
to the direct attention of the CC by a specific report or
complaint. The situation calls for immediate response by the CC.
The RCPO is always involved in an adversary situation involving
one or more recruits. The CC must fix responsibility and take
some action, though possibly a holding action.

More subtle problems could also be included in the scenario.
Unlike the crises, the presence of such problems would not be
announced. The problem would be detected by the CC through
routine monitoring of trainee performance in the course of
scheduling decisions.

Our design is as follows. Each RCPO has one problem of this
kind with a particular recruit. The difficulty shows up in
degraded performance on the part of the recruit or the RCPO. No
incidents are reported to the CC. He can only suspect that a

39
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recruit has a problem through observing slipping scores, and
lack of response to treatment by instruction or practice. After
making such observations, he may diagnose the problem through
probing into RCPO/recruit difficulties by interviewing those
involved.

An example of two specific problems of this kind follows.

1) 1If Baker is chosen as RCPO, he will give extra duty
assignments to Able on various pretexts because he is resentful
of Able's college background and academic abilities. Able does
not complain but his scores go way down. Only by interviewing
other recruits does the CC learn of these extra duty assignments.
His only reasonable recourse is to replace Baker, after Baker
admits his unfair treatment of Able.

2) If Clement is chosen as RCPO, he is strongly intimidated
by Goober to the point of failing to function effectively as
RCPO. Goober refuses to accept Clement's authority and, in fact,
undermines it with the other recruits. As a result, though
individual performance scores are moderate, overall company
morale is poor and inspection scores become very low. Clement
will not admit that he has any problem. Other recruits must be
queried to identify Clement's failure in leadership.

Incorporation of these more subtle problems involves a close
coupling between the two major parts of the case study, the
scheduling and the interactive dialogue subsystems. For example,
one effect of the RCPO selection dialogue would be to modify
specific performance measures of a particular recruit. The
scheduling options would be extended to permit interviews of the
RCPO or any recruit at any point. The CC must indicate the
reason he wants to interview a designated trainee. An expanded
menu selection will be provided for these interviews. If the
CC succeeds in diagnosing the difficulty through this series of
interviews, he may then wish to replace the RCPO, thus initiating
a call to the RCPO selection dialogue.

56
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APPENDIX A

RELATIONS BETWEEN EXPERIMENTAL GROUPS - TABLES OF ANOVA AND T-TESTS

TABLE 6. CC BACKGROUND DIFFERENCES
SUMMARY OF ANOVA

A. Age of CC, Experienced, Orlando

Group Size Mean
) 1 4 0.5896
2 7 0.5404
; 3 9 0.5130
4 3 0.6472
Total 23 0.5522
Source df Sum of Sqg. Mean Sq. F
Between Groups 3 0.04749 0.01583 0.9912
Error 19 0.3033 0.01597
Total 22 0.3508 0.01595

B. Age of CC, Inexperienced, Orlando

] Group Size Mean
t 1 8 0.5906
2 8 0.5906
3 7 0.6143
4 8 0.5479
Total 31 0.5849
Source df Sum of Sqg. Mean Sqg. F
Between Groups 3 0.01751 0.00584 0.642
Error 27 0.2453 0.00909
Total 30 0.2628 0.00876

C. PreMED Total, Experienced, Orlando

1 Group Size Mean
' 1 4 0.9062
4 2 7 0.9203
i 2 9 0.9210
' 4 3 0.8894
5 4 0.9090
Total 7 0.9133
Source daf Sum of Sqg. Mean Sqg. F
Between Groups 4 0.00<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>